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Prior to the civil rights.movement there were virtually

1

no black men or women in staff and administrative positions

»

in predominaﬁtly white higher education institutions. One

of the most popular demands of plack students during the mid-
. B ’

nineteen sixties was for faculty aﬁq\administratofs. As

i

a result of black-student demands, civil rights legislation;
affirmative action regulations,”and increased social
consciousness, many institutions have appointed blacks to

staff, administrative, -and faculty positions during the

last ten years. . o 7

The most visible of thedse positions are in the various
support programs often referred to as Educationél Oppor-
i e

tunity Programs or (EOP). Since'1972 there have been

appointments of blacks to positions in affi tive action Gy

ptograﬁs. Appointments to blacks in academi administrg%gvég
positions have noé been as d:amatiéuas appointments inlqtﬂef
areas of institutional administration. |
. -t | L . -
. 3
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N . / :
o fS ce my expériences and research have beer in a pre-

A

Yy f., !
i

domrnahtly white/univerSity s?tting, I shall confine my re-

ﬂma ks primarily to four year 1nstitutions.i In predominantly

white four year res1dential institutions where black popu-
1ations are- less than ten percent black profess1onal staff

tend to be in entry'level pos1tions.- They are often found

in special programs for m1nority and low-income students.

Appletonl surveyed 552 National Assoc1ation of .Student

Personnel Administrators (NASPA) affiliated institutions.

About nine percent of Ithe nearly 10,000 responding pro- _

A

fessional staff from predominantly. white institutions were

black. Of tphe nearly 850'responding black professionals,

70 pe&cent were in entry level positions. Forty-five percent

of the black sté%enf“pegsonnel professroﬁaiﬁFﬁ"”e ih EOPs.

* 1

.Appleton also' found thatﬁslightly more than a gquarter, 28

’ s -

) . s L S
-percent, of the black administrators were responsible for

$

- ' . _ _
divisions or departments, and two percent were chief student

~
’

b4

‘'personnel administrateérs. : ‘ '

- administrators were deans in four year colleges, and four

In the Moore and,Wagstaff2 study, Black Eduéators in -

White Colleges,,more than one-third (1,171) of more than

3,000 respondents were adminisgfators. The study included
L U o, .
‘both two and four year institutions. Forty-one of the

‘

‘were presidents. (Since this study, the first black woman \

- ‘ v
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. " . . . )
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~of EOP directors. They descri

’
.

has been appointed to. head_an institution in this category

although she presently is on leave. )

.

" The literature seems to be silent on comparable data

-
<~ 3

about blacks in business'and“finanoial management positions
e PR .
in predomlnantly white institu tions. Very.little can be

gleaned from the llterature about the nature of black

/

vadmlnlstratlve roles as academlc department heads *in areas

.

%
otheM than Afro-American, Black, or Urban’Studles.3

.

N - .During the nineteen sixties many blacks with no )

: : ] . : . .
previous Migher education.administrative exper.ence were ¢

appointed to develop special recruiting programs;‘administer
” N t .‘ .

Black.Studies programs, and to serve as spgcial consultants

on human relations.g Mani EOP administrators came from

public school ‘positions, social services backgrounds,

'
>

upward bound programs, or recent brief careers as campus

militants. Funding for many prOgrahs administered by blacks

)

ofter was from federal, state, or other soft money sources.

- . .

Kitano and Miller5 presented an extended description

ed black administrators as

primarily male, relatively w on their jobs, engaged in a

.number of institutfg%al,and ideological struggles, and often

without power and resource# to resolve the issues in their

struggles. Nevertheless, they oftén managed to exert power

through the force 3? their personalities and under-fhe
! 1 N Iy

banner .of the causes they advocated. Because their posi-

a

. tions ware unstructured, black administrators, often got new’

PR Y
3
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.:things done or old 'techniques rerouted. Th¥ position of EdP.
director was described as extremer difficuylt and ‘sensitive,
hf partly because of EOPs' ﬁlacement in the institdfianil
S 'hstrUCture, the,EOP/d}rectors' roles as. minority representa—

¥ .
tives, and ‘the newness of the programs.' ' . )

e Y
By the early nineteen seventies the profile of black

T .
adfministrators in.predominantly white institutions began to
change. In a survey of black administrators in twenty mid-

western institutions in 1973, Jones6 found that the ma*ority

of black administrators were still assoc1ated~With EOPs. %?
ANE

3 .

Ninety percent of the, administrators in theusurvey were
being paid from.?nstitutio?al funds.ﬂi;hey weére in their .
mid-thirties to eariy f@rties and were‘primaril{.male and
married. Althdugh most had their undergraduate training

in the sociad sciencesl, they usually held master's degrees .
in education with'emphasis on administration. There was .a
tendency among EOP directors toward earning doctorate degrees.

A
Barriers to Greater P rtic1pation

N . .
With the characteristlc profile as a backdrop, f would

like to discuss seme of the barriers that limit greater

) N ;

participat\on of blacks in administrative and.staff‘positions
' P » .
in white colleges and un}versities. Many black adﬁinistra; -
/ tors who have survivéd‘for more ‘than two or three years in":o
5 ”~
one positio? have acquired:considerablg;administrative Y

experience in academic, student service, and university

FERN
- . . e




" c
encirnig organizational changg in academic affairs. ‘BIack
A P

...

administrators who hold regular line or.staff positions 1in
or as line officers in service

central administratlon,
departments, may encounter difficulties in developing equality
The difficulties occur Uecause

r :
: of ,opportunity components.
the black administrator may not have staff whq have the
free

analytlcal perspectlves necessary to develop and 1mplement

N

" | change_strategles. A p0s1t1ve outcome of the ad hoc,
flowr?g, indigenous "EOpacratic style of adpinistration )
that’often characterlzes special program admlnlstrators is ’

the develOpment of horizontal input in admlnlstratlon. Horl—

zontal input 1is the coordination of different departments
institu-

—————

and divisions of the 1nst1tutlon ind establlshlng,

4

“

tionalizing, and monltoring policies and procedures which
contribute to the ,development of equallty of Opportunity

,
.‘ 4 °
, component
frustration for a black admlnlstrator

s// Probably the greatest barrler and source of
in a whlte 1nst1tutlon
is the systematic racism that requires \great amounts of

5 ) o . ' s
time, enérgy, patience, study, analytical ability, ana
. p
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inte;persohal skill to combat through organizational

4

‘.

]

g strategies for change. ; ot
' ‘ \

Special Programs. , o
N . . : . i
. In my view, emphasis has shifted from sensitizing indi-
L viduals to .the needs of blacks in white institutions to

~planning'systems'chenge through the development of organiza-

tlonal strategles that promote the interests of blacks in the
context‘of educational needs in society. There are some_
- . ’ - 3 i

observable changes in access for black students, but there |
y is ap undergraduate'tracking pattern. Many students are

: goncentfatea in the same areas. More efforts must be devoted.

)

te brdadehing the aeaaemic optionsiblack-students can exer-
%ise in white institutions; .

,‘ ‘ Theé quality of the academlc experlence}for blaek stu—
"dents’ in whité instltutlons is very 1mportaht. Students

must be ehcouraged to achleve to the polnt of developlng ! ,Xf
.. ' thelr talents to the fullest. “‘Black admlhlstrators and staff

/ must develop the kinds of 1nst1tutlonal ﬁesponses that %'

a .
1 : N -

faéilitate’the academic and social,development of blacks
h ;- in the context oﬁ.the whole institution. Sbeciel progrdms:

- as such may not* be required, but Epec1al emphas1s on'meekinq

the educatlonal heeds of black students must be cons1dered

- ' f‘!"

-

5;in the. conceptlon, des1gn, and.qulementatlon @f educatlonal

missions, pollc1es, and procednres.




L ' The Role of Federal Governmeﬁ%
A

f%stabllshmeqt of equallty of opportunlty«components

4

'fln higher education is-a massive and complex task.» Insti-

: t
tutlons respon# in mlcroscoplc ways to macroscoplc soc/etal

prob%ems.‘ Becbuse of the complexities, federal and institu--
tional‘resourées are necessary for th¢ developmént of equality

in higher education. Starting funds from federal and state
. ] v

sources for new programs should help ‘institutions make broadet

. — responses to the needs of black and othet mimority and low-
. Y- » y 0
income students. '

“

The problem with heavy reliance on federal support for
special programs is witA the difficult transition from a

special external allocation to a recurring allocation in the

s y

base budget of the institutiaon. Institutionalization of

-

special programs can be'delayed or cigcumvented if institu-

o
-

tions rely entirely on federal funds. If the institutional

{ efforts to develop equality of.e
. , o

to be considered essential pakX

ational opportunity are

(9’ :n *
3 - g . . o
) %%gﬁe institutional process
Eh BN o )
{4

and not merely ad -hoc¢ demons“ifi»Aﬂ}projects‘existing at the
. o ':. ®

< "*.  behest of the federal government, affirmative actions must
R 'be taken by predominantly white institutions to make special

. Y 7
programs firm components of institutional base budgets.

~niﬂ . ~ Affirmative Action Programs

, During ,the last two or three years equality of educa-

tional opportunity and equality of employment opportunity -

V-

9

4
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have come closer as administrative considerations in higher

educafioh because of the question of avaiiability of blacks

and other minorities for faculty, admimistrative, and staff

positions. The administration of affirmative action is a

difficult and amorﬁhous task which is. often dissected into
, .

v

non-academic personnel considerations, faculty matters, and

professional and administrative'concerns. The-task is com-
N .

plicated by the schism that exists because dlsproportlonate

attention may be given to the needs and interests -of white

middle class women and the excessive paperchase engaged in!

with the federal government. Nevertheless,1affirmative action
programs have had an impact on tne hiring procedures'and the
treatment of blacks and other affécted claseesvin higher
education.

The state of the art of affirmative action is'cbnfuse&.
@uch of the impact can be.seen'in ccmpliance procedures
because the guidelines~for Titles VI and VII, Executive Order
11246 (revised), and Title IX stress the development of
monitoring procedures. The‘greatesc challenge ih'affirmative
action ‘lies in.deveioping the concept of good faith effort.

The extegpt to whlch 1nst1tut10ns aggressively pursue the

development and appointment of black ‘men and women, and

.other minorify men and women as ‘'well as middle class white

‘women, for faculty, staff, and administrative positions is

9

a crucial issue in termlnlng good faith.

2

10
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Are Affirmative Action Programs Working? - . )
If present affirmative action efforts aré the measure,
I w?uld say-minimally. If, hbweverf the development Vf the
concepﬁ is cqnsideréd on the bases Jf what has been learned
sinée 1572 about implementing affirmati&é aétion,.I.would say
that affirmat{ye action has advanced to a differént phase \
than.itXWas four yeérs ago, and in that regard - yes - the
programs are‘working. It is important to point out, liowever,
that developing.aégressive~plans.tQ influence thé selection

andfappgintment processes. for faculty, administratoré, and

staff is at best in the formative stage.
) ¢

Frustrations of Black Administrators

In closingi‘I would ,like to respond briefly to the. '
qguestion, does a sense of frustr;tion pervade blacks at whizce
institutions? Tﬁat question is impértant because qﬁéng is

a general nétion that blacks_in white institutioﬁs cannot
accomplish anthing - so why be there? A constant Challenge
pervédes the black experienrce ip white institutions whether
the role be a§ administrator, Staff; or faculty. Black

admlnlstpato;s should be aware that, thelr roles are as

might be

4§rég£%o§«qg' fv' to sit

by the“s db ;‘however, very few black admlnlstrators at white
inst ﬁ”oﬁg will stay if they do not produce. TFhe challenge
R il . '
@ > .

’
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N R _ .
is-double edged because on one side the black administrator

.must be “super competent, and on the 6¢hér”they must always.

keep their bags packed'if they are to stand up for yhat.isl‘b

hd !

right in developing equality of opportunity in the institu-

v

. : . _ . _ 9 .
tions.* ‘ . - . )

The most important.weapon'in tﬁé'arsénéi of the black
adﬁinistraﬁor is competence. . He or she must develop the
ability to, analyze and'undérétand the. institution, to function,
in a system~of'power pqlitics, to develop‘allies,‘to accepg
peoplé,at f&ce value,,£ollisten openly, tahéﬁagean grgani?
zation efficiently, aﬁd to act’a:damn‘fool when necessary.

{

Thank you. ’ ' : )

S
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